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BULLETIN NO. 72-12 - ERRATA SHEET May 26, 1972

TO THE HEADS OF EXECUTIVE DEPARTMENTS AND ESTABLISHMENTS

SUBJECT: Executive development program resource plan ‘LMyS
22~R1I75

Please make the following pen and ink change in the
subject Bulletin: _

Paragraph 3, line 3 -- change the date
"June 15, 1972" to read "July 15, 1972."
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Executive Office of the President
Office of Management and Budget
Washiagton, D. C, 29593

Attention: Executive Development and Labor Relations Division
Gentlemen:

This letter refers to the executive development resource plan of
the Central Intelligence Agency as requested in OMB Bulletin No. 72-12,
The Bulletin asks that we relate cur financial resource plan to the
“grganizational uwanits'' described in ocur letter of 2% April 1972 to the
Civil 3ervice Commission in response to FPM 412.1.

In our letter to the Commission we advised that the ‘gency had
designated the functional career services alresady established for purposes
of personnel career managernent to constitute the action bodies responsible
for administering executive development. These career services have
operated for some time as a primary mechanism within the Agency to
establish and implement executive development plans for the careerists
assigned to these services.

We also outlined in our letter to the Commission some of the details
of the Agency's Personnel Movement and Management Program (PMMP) and
its significance to cur executive development program. The PMMP is a
basic element of the program administered within our career service system.
Its main objective is to project the upward movement of personnel within
individual career services and to establish the amount and kinds of executive
skille needed to meet future reguiremeats,
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The Executive Director-Comptrollier has principal responsibility
for exscutive development in the Agency, Our Executive Manpower
Resources Bosrd is an existing committee, chaired by the Executive
Director-Comptroller with the Deputy Directors of the Agency as
members. Executive devalopment and other personnsl management items
are pericdically placed on the egende for discussion by this group. At
such times the Director of Personnsl, who serves as Executive Manpower
Officer, is present. These individuals overses the afforts of the Agency's
career services in reaching organisation objectives in executive development.

The Agency's existing structure for persounel management is,
to a maximum extent, being adapted to achieve the purposes of the executive
development program. We find it difficult, therefore, to provide a com-
preheasive statement on financial resources used exclusively for this
programs.

The Agency's Office of Training is currently reviewing its internai
management courses to insure 3 strong core program for executive
development, New emphasis is being given to the desiga of a program
geaved to managerial techaiques such as planning, problem-solviag,
systems analysis, and computer applications, During the past year we did
implement & new course to improve the executive skills of senier officers.
Funds were allocated for books, travel, and visiting instructors' fees.
These funds represent new f{inancial resources applied toward our
executive development program withia the Agency's FY 1973 budget. Ve
anticipate applying additionsl financial rescurces to training for executive
development in FY 1974 but at this time we believa such costs cen be
absorbed.

Sincersly,

/s/ W. E. Cciby

¥. E, Colby
Exescutive Director-Comptroller
Distribution:
5 - Addressee /s /BarTY B. Iisher
1 - ExDir-Compt Origingtor: bt
1 -ER L carpm SRR ;- wier Director of Personnmel
2 - DD/S '
1 - D/FPPB
2 - D/Pers Concur: /s/ Robert S. Wattles
2 - OP/P&C/PS for John W. Coffey
Deputy Director
OD/Pers /HBFisher:dpm (15 Jun 72) for Support
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TO THE HEADS OF EXECUTIVE DEPARTMENTS AND ESTABLISHMENTS

SUBJECT: Executive development program resource plan

1. Purpose. 'his Bulletin provides instructions for the submis-
sion of agency resource plans for their executive development
Programs.

2. Background. My memorandum of September 14, 1971 for the
lieads of Departments and Agencies, referred agency heads to a set
of Civil Service Commission guidelines on executive development
(FPM Letter #12-1) and noted that the Office of Management and
Dudget would Dbe reviewing agency progress in relation to those
auidelines. The guidelines provide the management practices
standards for agency executive development programs, Tha
renortina requirenents of this Bulletin cover only information
that would otherwise be needed by each agency for effective
manacdenment of its program,

3. Reporting requirements. Each agency will subnit to the
Office of Management and Budget (Attention: Executive Develon-
nent and Labor Relations Division) b a resource
Plan  for implementing its executi ment program. The
submission will cover total financial resources rlanned for the
cxecutive development program for fiscal years 1973 and 1e74,
including the administrative expenses essential for carrying out
the program, The agency plan will be submitted for the same
organizational units for which an executive doevelopiont
subnission was made on  April 30, 1972, to the Civil Service
Commission under FPM Letter 412-1.

Mo established format is required for submission of the wplan.
Pinancial data will be reported in terms of obligations unless
the agency believes another financial measure (e.g., costs, out-
lays, etc.) would be more appropriate. The fiscal vear 1973 nplan
should reflect amounts previously budgeted for that vear for
high-potential, mid-level employee identification and development
or executive development, and other amounts which can be
internally reallocated to these arcas within the agency's fiacal
vear 1973 budget in view of their high Presidential prioritv.
The fiscal year 1974 plan should reflect the resources planned
for cxeccutive developnient consistent with what is anticipated for
the agency's fiscal year 1974 budget submission. In those cases
vhore amounts reported are less than the amount necessary for
complete implementation of the executive development prograns,
this should be so indicated.

§
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The plans should bhe developed though the interaction of versons
designated by the agency to be responsible for executive develop-
nent, budget officials, and responsible line management officers.
The mnlan should carry the signature of the person designated and
reported to the Civil Service Commission as the princiral assis-
tant having primary responsibility for executive developnent.

These resource nlans will be reviewed by the 0ffice of Management
and Budget staff’in relation to the agency's executive develop-
ment program. = Agency personnel may be consulted concerning the
adequacy of their resource commitment or other specific issues
raised by the report.

Additionally, those agencies which were not required to rerort
their program progress to the Civil Service Cormission by April
30, 1972, will include with their nlan:

a. A copy of the agency's ypolicy statement on executive
development.

b. A description of the agency's present and planned execu-
tive development program,

4., Inquiries, Inquiries and requests for assistance should be
addressed to the Office of Management and Budget, Executive
Development and Labor Relations Division, telephone: 325=691¢
(Code 103, Lxt. 6916).

GEORGE P, SIULTZ
Director
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EXCERPTS OI' A POSTTION PAPER ON LD .
LIKELY TO BE INCORPORATED IN AGENCY POLICY STATEMENI

Elements of o Deveclopmental Program

’

It may be conceded that creem rises to the top and so do people
of recognized superior ability. There is no assurance, howeverj; that
random exposures to training courses and assignments will produce the
best qualified and seasoned candidates for. the more senior positions.
Moreover, conclusions about the potential of specific individuals must
be constantly re-examined as they move up in the hierarchy.

The Agency should guard against development for development sake,
arousing personal expectancies that cannot be met. It should simulta-
neously move on two fronts: develop the more gifted for higher positions
of managerial responsibility and develop people in the skills they will
need in their current positions or in jobs of higher responsibility be-
low the executive level.

Specific developmental actions in individual cases should flt organ-
izational needs, as seen by carecr service officials.

Fxecutive and Pre-Executive Develoovment

Executive development is & dual process: planning the improvement
of individuals who have alrcady become executives (supergrades in the
Federal Govermment) and developing designated mid-officers and senior
officers who have the potential to be executives.

Executives can materially benefit from formal internal and external
training experiences, but their utilization and development chiefly depend
upon periodic reviews of their effectiveness. Uninterrupted tenure or
executives for years in ome job or place can be counterproductive, despite
the expertise gained on the job. The practice frequently observed in the
business world of annually examining the status, current usage and pro-
spective usefulness of each individual could be applied productively with-
in the Agency.

Central to an effective program of executive development 1s the
identification and personal development of well-qualified mid-career and
senior officers in the Grades GS-13 to GS-15. At these grade levels,
many promising employees have spent most of thelr careers acquiring sub-
stantive expertise. More often than not, they have experienced over the
years a nunber of assignments and training courses; but their past pre-
occupation with substance causes the mid-career stage to be a critical
time for them to obtain a fairly comprehensive view of managerial skills
and principles. Since instruction and experiential learning in the infor-
mational, managerial and beravioral sciences are among OTR's capzpilities,
formal training is a valuable resource at this time in their developument.
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Tentative Systems for Tdentifying High Potential Mid-Manasers,
Preparation of Individual Planning and Training Resources liceded

To accomplish the essentials of an imﬁroved developmental program
as outlined in this paper and to achieve the principal features of the
Federal Guidelines for Execcutive Development, the Agency needs to estab-
lish basic processes for insuring common approaches, albeit different
applications, in the individual planning of training and assignfients.

The Agency's Personnel Movement and Manegement Program (PMMP) pro-
vides a basic structure for determining the amount and kinds of develop-
ment needed. It concentrates upon the projection of the amount of upward
movement in the future within individual career scrvices, and it calls
for an examination of individual carcecerists to fill positions of a higher
responsibility. Prior approval by the Executive Committee of the PMMP
system plus the extensive briefings that were held throughout the Agency
afford us an on-going arrangement to implement the executive development
program.

, AlLl of the career services, after concluding their next DMMP re-
views, should establish specific training, assignments and other planned
developmental activities for cach careerist with potential for executive
positions. It 1s recognized ecach career scrvice should have the flexi-
bility to follow whatever specifiec procedures are most adaptable to its
situation. One criterion that should be uniformly observed by the career
services, however, is the identification of assignments and training
actions that would help fill observable gaps in the experience of indi-
vidual employees or overcome known weaknesses in the performance of
otherwise well-qualified employees with high potential. Career services
should be invited to establish general norms or guldelines covering the
preferred kinds of treining and assignments most beneficial in furthering
the executive development of careerists.

The formation of a core training program is responsive to the Federal
Guideline on training and resource utilization as it applies to executive
development. In addition, the establishment of a comprehensive and inten-
sive management workshop or applications course, to be taken by mid-
carcerists designated for further development as potential executives,
would be an important step in meeting one of the principal Guideline
suggestions, namely, the improved managerial training of mid-level employees
with high potential.

Approved For Release 2003/02/27 : CIA-RDP84-00780R005300040001-1



STAT Approved For Release 2003/02/27 : CIA-RDP84-00780R005300040001-1

Next 2 Page(s) In Document Exempt

Approved For Release 2003/02/27 : CIA-RDP84-00780R005300040001-1



i o s B e e T

LU/ TA— A2

Approved For Release 2003/02/27 : CIA-RDP84-00780R005300040001-1

Mxecutive Office of the President
Cffice of Management and Budget
Washington, D. C. 20503

Attontion: Executive Development and Labor Relations Division
Gentlamen:

This letter refers to the executive development resource plan of
the Central Intelligence Agency as requested in OMB Bulletin No. 72-12.
‘The Dulletin asks that we relate our financial resource plan to the
Uorganizational units” deseribed in our latter of 28 April 1972 to the
Civil Service Commission in response to ¥PM 412-1.

In our letter to the Commission we advised that the Agency had
designated the functional career services already established for purposes
of personnel career management to constitute the action bedies responsible
for administering executive development, These career services have
onerated for some time as a primary mechanism within the Agency to
sstablish and implement executive development plans for tha careerists
assigned to these sarvices.

We also outlined in our letter to the Cominission some of the details
of the Agency's Personnel Movement and Manajgement Program (PMMP) and
it3 significance to our executive development prograni. The PNMMP 13 a
basic alement of the program administered within our career ssrvice system.
Its main objactive is to project the upward movement of pers onnel within

i adividual career services and to establish the amount and kinds of executive
s1ills noeded to meet future requirements.
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The Agency has designated an Executive Manpower Management
Qfficer, responsible for executive development, and an Executive
Manpower Resources Board. These individuals oversee the efforts of
the Agency's career services in reaching organization objectives in
cxacutive develooment,

We feel that the Agency's extisting structure for personnel
ranagement is, to a maximum extent, being adapted to achieve the
vurposes of the executive development program, We find it difficult,
therefore, to provide a comprehensive statement on financial resources
used exclusively for this program,

The Agency's Office of Training is currently reviewing its internal
management courses to insure a strong core program for executive
development, New emphasis is being given to the design of a program
geared to managerial techniques such as planning, problem-solving,
systems analysis, and computer applications, During the past year we did
implement a new course to improve the executive skills of senlor officers.
Funds were allocated for books, travel, and visiting instructors' fees,
These funds represent new financial resources applied toward our
sxecutive development program within the Agency's FY 1973 budget,

Ve anticivate applying additional financial resources to training for
executive development in FY 1974 but at this time we believe such costs
zan be absorbad.

Sincerely,

W, . Colby
Izecutive Director-Comptroller

Distribution:
0 -~ Addressee ,
1~ IixDir-Compt /s/Harry B. Fisher
1 -~ ER Originator:
A - DD/S . -. Director of Personnel
L - D/PrB L4 JUN 1572
2 -~ D/Pers
2 - OP/P&C/PS
CONCUR : 7s/ Robert S. Wattleg
OD/Pers /IBFisher:dpm (14 Jun 72) JJohn W, Cofiay

s Deputy Director
for Support

(14 JUN1972
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EXECUTIVE OFFICE OF THE PRESIDENT

OFFICE OF MANAGEMENT AND BUDGET
WASHINGTON, D.C. 20503

BULLETIMN NO, 72-12 | May 24, 1972

.

TO THE HEADS OF EXECUTIVE DEPARTMENTS AND ESTARLISHMENTS

SUBJECT: Executlve dovelopment program resource plan

1. Purposc. This Bulletin provides instructions for the submis-
sion of agency resource plans for their executive development
Programns.

2. Background. My memorandum of September 14, 1977 for the
licads of Departments and Agencies, referred agency heads to a set
of Civil Service Commission guidelines on executive development
("PM Letter 1412-1) and noted that the Office of Management and
Budget would be reviewing agency progress in relation to those
aquidelines. The guidelines provide the management practices
standards for agency executive development programs. The
rerorting requirements of this Bulletin cover only information
that would otherwise be needed by each agency for effective
manaccment of its program.

3. Reporting requirements. Lach agency will suhmit to  the
Office of Management and Budget (Attention: Executive Develon-
nent and Labor Relations Division) by June 15, 13872, a resource
rlan for implementing 1its aexecutive development program. The
submission will cover total financial resources planned for the
cxecutive development program for fiscal yecars 1973 and 1974,
including the administrative expenses  essential for carrying out
the programn. The agency plan will be subnitted for the same
organizational units for which an executive davelopnent
subnission was made on April 30, 1972, to the Civil Service
Commission under TPM Letter 412-1.

Mo established format is required for submission of the nlan.
Tinancial data will be reported in terms of obligations uniess
the agency believes another financial mreasure (e.g., costs, out-
lays, etc.) would be more appropriate. The fiscal year 1973 plan
should reflect amounts previously budgeted for that vear for
high-potential, mid-level employce identification and development
or executive developrnent, and other amounts which can be
internally reallocated to these arcas within the agency's fiscal
yvear 1973 budget in view of their high Presidential priority.
The fiscal vyear 1974 plan should reflect the resources nlanned
for cxecutive developmnent consistent with what is anticipated for
the agencv's fiscal vear 1974 budget submission. In thosce cases
whore amounts reported are less than the amount necessary for
complete implenentation of  the executive development prodgrain,
this should be so indicated.

[
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The plans should he developed though the interaction of versons
designated by the agency to bhe responsible for executive develop-
nent, budget officials, and responsible line management officers.
The rmlan should carry the signature of the person designated and
reported to the Civil Service Commission as the princiral assis-
tant having primary responsibility for executive developnent.

These resource nlans will be reviewed by the Office of Management
and Budget staff in reclation to the agency's executive develon-
ment program, = Agency personnel may be consulted concerning the
adequacy of their resource commitment or other svecific issues
raised by the report.

Additionally, those agencies which were not required to rerort.
their program progress to the Civil Service Commission by  April
30, 1972, will include with their nlan:

a. A copy of the agency's policy statement on olxeccutive
development.

b. A description of the agency's present and planned execu-—
tive development program,

4., Inquiries. Inquiries and requests for assistance should bhe
addressed to the Office of Management and Budget, Executive
Development and Labor Relations Division, telephone: 395-691¢
(Code 103, IExt. 6916). '

GEbRGE P, SHULTZ
Director
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EXCERPTS OFF A POSITION PAPER ON ED
LIKELY TO BE INCORPORATED IN AGENCY POLICY STATEMENT

Elements of a Developmental Program

i
Tt may be conceded that cream risecs to the top and so do people
of recognized superior ability. There is no assurance, howevery that
random exposures to training courses and assignments will produce the
best qualified and seasoned candidates for. the more senior -positions.
Morcover, conclusions about the potential of specific individuals must
be constantly re-examined as they move up in the hierarchy.

The Agency should guard agelnst development for development sake,
arousing personal expectancies that cannot be met. It should simulta-
neously move on two fronts: develop the more gifted for higher positions
of managerial responsibility end develop people in the skills they will
need in their current positions or in jobs of higher responsibility be-
low the executive level.

Specific developmental actions in individual cases should fit organ-
izational nceds, as seen by career service officials. :

Fxeccutive and Pre-Executive Development

Executive development is a dual process: planning the improvement
of individuals who have already become exccutives (supergrades in the
Federal Government) and developing designated mid-officers and senior
officers who have the potential to be executives.

Fxceubives can materially benefit from formel internal and external
training experiences, but their utilization and development chiefly depend
upon periodic reviews of their effectiveness. Uninterrupted tenure or
executives for years in one job or place can be counterproductive, despite
the expertise gained on the job. The practice frequently observed in the
business world of annually examining the status, current usage and pro-
spective usefulness of each individual could be applied productively with-
in the Agency. -

Central to an effective program of executive development is the
identification and personal development of well-qualified mid-career and
senior officers in the Grades GS-13 to GS-15. At these grade levels,
many promising employees have spent most of their careers acquiring sub-
stantive expertise. More often than not, they have experienced over the
years a number of assignments and training courses; but their past pre-
occupation with substance causes the mid-career stage to be a critical
time for them to obtain a fairly comprehensive view of managerial skills
and principles. Since instruction and experiential learning in the infor-
mational, managerial and oenavioral cciences are among OTR's czpabilinies,
formal training is a valuable resource at this time in their development.
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Tentativé Systems for Tdentifying High Potential Mid-Managers,
Preparation of Individual Planning and Training Resources Ieeded

To accomplish the essentials of an imﬁrovcd deveclopmental program
as outlined in this paper and to achieve the principal features of the
Federal Guidelines for Execcutive Development, the Agency nceds to estab-
lish basic processes for insuring common approaches, albeit different
applications, in the individual planning of training and assignfients.

The Agency's DPersonnel Movement and Management Program (PMMP) pro-
vides a basic structure for determining the amount and kinds of develop-
ment needed. It concentrates upon the projection of the amcunt of upward
movement in the future within individual career services, and it calls
for an examination of individuwal careerists to fill positions of a higher
responsibility. Prior approval by the Executive Committee of the PMMP
system plus the extensive briefings that were held throughout the Agency
afford us an on-going arrangement to implement the executive development
program. -

, All of the career services, after concluding their next PMMP re-
views, should establish specific training, assignments and other planned
developmental activities for each careerist with potential for executive
positions. It is rccognized each career scrvice should have the flexi-
bility to follow whatever specific procedures are most adaptable to its
situation. One criterion that should be uniformly observed by the career
services, however, is the identification of assignments and training
actions that would help fill observable gaps in the experience of indi-
vidual employees or overcome known weaknesses in the performance of
otherwise well-qualified employees with high potential. Carecr services
should be invited to establish general norms or guldelines covering the
preferred kinds of training and assignments most beneficial in furthering
the executive development of careerists.

The formation of a core training program is responsive to the Federal
Guideline on training and resource utilization as it applies to executive
development. In addition, the establishment of a comprehensive and inten-
sive management workshop or applications course, to be taken by mid-
carcerists designated for further development as potential executives,
would be an importent step in meeting one of the principal Guideline
suggestions, namely, the improved managerial training of mid-level employees
with high potential.
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OFFICE OF MANAGEMENT AND BUDGET
WASHINGTON, D.C. 20503

TO THE HEADS OF EXECUTIVE DEPARTMENTS AND ESTABLISHMENTS

SUBJECT ¢ Lxecutlve development program resource plan

1. Purpo%e. This Bulletin provides instructions for the submis-
sion of agency resource plans for their executive development
Progranms.

2. Background. My memorandum of September 14, 1971 for the
licads of Departments and Agencies, referred agency heads to a set
of (Civil Service Commission guldellncs on exaecutive development
(FPM Letter #12-1) and noted that the Office of Management and
Budget would be reviewing agency progress in relation to those
aquidelines. The guidelines provide the management practices
standards for agency executive development programs The
remorting requirements of this Bulletin cover only nformation
that would otherwise be needed by each agency for effective
manaderent of its program,

3. Reporting requirenents. Each agency will subnit to the
Office of Management and Budget (Attention: Executive Develon-
nent and Labor Relations Division) by June 15, 1972, a resource
plan  for implementing its executive developmont program, T

he
submission will cover total financial resources planned for the
cxecutive development program for fiscal vears 1973 and 1974,
including the administrative expenses essential for carrying out
he proqrnm The agency plan will be subnitted for the sane
organizational units for which an executive developnent
'nubﬂluSan was  made on Aonril 30, 1972, to the Civil Service
Commission under FPM Letter 412-1.

Ho established format is required for submission of the nplan.
Pinancial data will be reported in terms of obligations unlass
the agency believes another financial nmecasure (e.g., costs, out-~
lays, etc.) would be more approrriate. The fiscal vear 1973 nlan
should reflect amounts previously budgeted for that vear for
high~potential, mid-level employee identification and development
or executive developnent, and other amounts which can be
internally reallocated to these arcas within the agency's fiscal
vear 1973 buddget in view of their high Presidential pricritv.
The fiscal vyear 1974 plan should reflect the resources planned
for oxecutive developnent consistent with what is anticipated for
the agencev's fiscal vear 1978 budaet submission. In thosc cases
vhore  amounts  reportod Are  less than the amouni nocessary for
comploeto inplementabion of  the oxecutive development progran,
this should be so indicated,
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The plans should be developed though the interaction of versons
designated by the agency to be responsible for executive develop-
nent, budget officials, and responsible line management officers.
‘i'he nlan should carry the signature of the person designated and
reported to the Civil Service Commission as the principal assis-
tant having primary responsibility for executive development.

These resource plans will be reviewed by the Office of Management
and Budget staff in relation to the agency's executive develop-
ment progran. Agency personnel may be consulted concerninag the
adequacy of their resource commitment or other specific issuen
raised by the report.

Additionally, those agencies which were not required to rerort
their program progress to the Civil Service Commission by April
30, 1972, will include with their nlan:

a. A copy of the agency's policy statement on coixccutive
developnment.. '

b. A description of the agency's present and planned execu-
tive development program, '

4. Inquiries. Inquiries and requests for assistance should be
addressed to the Office of Management and Budget, Executive
Development and Labor Relations Division, telephone: 395-691¢
(Code 103, Bxt. 6916).

GEORGE P, SHULTZ
Director
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TV EXECUTIVE OFFICE OF THE PRESIDENT

.

OFFICE OF MANAGEMENT AND BUDGET Executive Regis:. |
WASHINGTON, D.C. 20503 l
BULLETIN NO. 72-12 May 24, 1972

TO THE HEADS OF EXECUTIVE DEPARTMENTS AND ESTABLISHMENTS

SUBJECT: IExecutive development program resource plan

1. Purpose. This Bulletin provides instructions for the submis-
sion of agency resource plans for their executive development
pPrograns.

2. Background. My memorandum of September 14, 1971 for the
lleads of Departments and Agencies, referred agency heads to a set
of Civil Service Commission guidelines on executive development
(FPM Letter #12-1) and noted that the Office of Management and
pudget would be reviewing agency progress in relation to those
cquidelines. The gquidelines provide the managenent practices
standards for agency executive development programs. The
reporting requirenents of this Bulletin cover only information
that would otherwise be needed by each agency for effective
manacdement of its program. '

o

3. Reporting requircments. Each agency will subnit to the
Office oFf HManagement and Budget (Attention: Executive Develor-
rent and Labor Relations Division) by June 15, 19872, a resource
plan for implementing its executive—developnent program. The
aubmission will cover total financial resources planned for the
cxecutive development program for fiscal years 1973 and 1074,
including the administrative cxpenses essential for carrying out
the progran. The agency plan will be submitted for the same
organizational units for which. an executive develophent
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subnission was made on April 30, 1972, to the Civil Service’

Cormission under TPM Letter 412-1,

Mo established format is required for submission of the wnlan.
Pinancial data will be reported in terms of obligations unless
Lhe agency believes another financial measure (e.g., costs, ouk-
lavs, etc.) would be more appropriate. The fiscal vear 1973 plan
should reflect amounts . previously budgeted for that yvear for
high-potential, mid-level employee identification and development
or erecutive development, and other amounts which can be
internally reallocated to these areas within the agency's fiscal
vear 1973 budget in view of their high Presidential wprioritv,
The fiscal vyear 1974 plan should reflect the resources nlannad
for oxecutive development consistent with what is anticipated for
the agencv's fiscal year 1974 budget submission. In thosc cases
wvhere amounts  reported Aare  less than the anount necessary for
complete implementation of  the executive development  progran,
this should be so indicated.
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The plans should be doveloped though the interaction of versons
designated by the agency to be respongible for executive develop-
nent, budget officials, d’rbsnan1ble line management officers.
The rlan should carxy the 51gnatufélofV¥ e person designated and
reported to the Civil Service Commissicn as the principal assis-
tant having primary responsibilitv for executive development.

These resource nlans will be reviewed by the 0Office of Management
and Budget staff in relation to the agency's executive develop-
ment progran. . Agency personnel may be consulted concerning the
adeguacy of their resource comnmitment or other specific issues
raised by the report. '

Additionally, those agencies which were not‘requircd to revort
their program progress to the Civil Service Cormmisgssion by April
30, 1972, will include with their nlan:

a.,. A copy‘of the agency's policy statement on ecxecutive
development.,

b. A description of the agency's present and planned execu-
tive development program,

4, Inquiries. Inquiries and requests for assistance should be
addressed to the Office of Management and Budget, Executive
Development and Labor Relatinns Division, telephone: * 395-€91¢
(Code 103, Lxt. 6916), )

GEORGE P, SHULTZ
Director
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